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The aim of this research is to explore the influence of electronic training (ET) on
job satisfaction (JS) as well as job performance (JP) among employees in the
banking sector. Furthermore, it aims to determine whether JS mediates the
relationship between ET and JP. Data were gathered using a survey distributed to
a sample of 320 employees working in Jordanian banks. The current study relied
on the structural equation modeling (SEM) approach, with AMOS as the selected
software for data analysis. The findings indicate a direct positive effect of (ET) on
(JS) (B = 0.547) and (JP) (B = 0.587). Furthermore, a positive association exists
between (JS) and (JP) (B = 0.349). An important finding of this research is the
recognition of ET and JS as factors that influence JP. The current research responds
to existing gaps in the previous literature regarding the influence of electronic
training on job performance and the mediating function of job satisfaction among

them.
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1. Introduction

In the contemporary business environment, (ET), (JS), and (JP) have become increasingly important factors in
enhancing organizational effectiveness and employee outcomes. Electronic training (ET) provides organizations
with flexible and technology-enabled approaches to developing employees’ knowledge and skills, while (JS)
reflects employees’ attitudes towards their work and working environment. (JP), in turn, represents an important
indicator of employees’ contribution to organizational objectives. Understanding the relationships among these
variables is therefore important for organizations seeking to develop effective human resource practices and
improve employee and organizational performance. The banking sector is acknowledged as a vital industry that
profoundly influences the economic activities of all nations, including Jordan. It is essential for achieving
monetary stability, which underpins financial stability and, consequently, economic stability [1]. The banking
industry is essential for fortifying the Jordanian economy; the local economy is significantly reliant on this
industry, as it is needed to promote economic advancement [2]. Jordanian institutions utilize advanced
managerial accounting techniques and maintain high-quality financial reporting. The financial system of Jordan
is made up of the Central Bank and all authorized banking institutions within the Hashemite Kingdom. Jordan

grants licenses to all commercial, Islamic, as well as foreign banks. All banks, both Jordanian and foreign,
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operating in Jordan are required to possess a license. Today, companies employ capital maintenance to establish
financial records that measure profit [3], [4]. The International Accounting Standards Board (IASB) framework
introduces the concept of capital upkeep, offering a distinction between financial and physical capital. The
banking industry currently comprises 25 banks, of which 15 are publicly traded on the Amman Stock Exchange.
There are 13 commercial banks, comprising 521 branches along with 52 representative offices. Furthermore,
there exist three Islamic banks, including 94 branches and 12 representative offices, alongside nine peregrine
banks with 48 branches and 7 representative offices [5], [6]. Due to the intense competition in the Jordanian
banking sector, improving employee performance is vital for ensuring long-term growth and business
prosperity. JP can be conceptualized as the overall productivity of workers in doing assigned activities. This
includes fulfilling job requirements and setting up objectives [7]. JP is essential for achieving success since
operating without assessing performance is like driving without a dashboard [8]. The emphasis lies on
evaluating the suitability of various methods for using ideas and assessing employee performance [9]. Prior
research has employed many indicators to assess organizational success. This list encompasses the following
variables that are included in this list: gross profit, profitability, return on investment (ROI), return on asset
(ROA), return on sale (ROS), return on equity (ROE), market share, revenue growth, sales growth, stock price,
liquidity, export growth, as well as operational efficiency [10], [11], [12], [13]. Venkatraman and Ramanujan
[9] proposed that researchers employing financial indicators should, in addition, incorporate operational
indicators when assessing administrative success. Operational indicators can encompass measurements like new
product launches, value-added manufacturing, product quality, and marketing efficacy. Abu-Jarad et al. [14]
and Shamout et al. [15] argue that e-HRM offers HR the chance to develop innovative methods that might
improve staff performance. Because of this, it is a method that HR professionals may use that is more effective
and efficient [16]. ET refers to a type of online learning, and it incorporates multimedia and audio. It is easily
viewable using all web browsers [17]. ET is one of the approaches that are employed to improve the
effectiveness as well as efficiency of an organizational workforce [17]. Kamal et al. [18] stated that ET may be
either done in any place at any moment. In addition, ET has a significant impact on employee performance [19].
Areiqat and Al-doori [20] argued that ET has the potential to enhance the skills as well as abilities of employees.
Moreover, ET has also proven to be more beneficial compared to traditional training methods [21]. Spector et
al. [22] stated that the definition of JS must involve the overall emotional condition of a person towards his/her
job and everything about it. The role of the mediator of the JP of university lecturers was also examined as the
influence of a combination of JS and self-efficacy on the mediator, as well as the moderator of the role of
leadership support [23]. JS is a basic concept that Herzberg introduced in his motivation-hygiene theory. The
theory predicts that many job factors that revolve around worker needs have an influence on JS and
dissatisfaction [24]. Moreover, the research conducted by Sethuraman et al. [25] and Alolayyan et al. [26]
revealed that ET is a significant contributor to JS. The results of these studies reveal a favorable correlation
between aspects of ET and JS. This study focuses on ET's practical influence on JP from JS's viewpoint.
Theoretically, this study contributes to the literature by examining the relationships among ET, JS, and JP within
an integrated framework. While previous studies have examined training and employee outcomes, this study
extends the existing literature by considering JS as a mediating mechanism through which ET may influence
JP. By integrating these relationships within the context of the Jordanian banking sector, the study provides
further empirical insight into how technology-enabled training can contribute to employee outcomes and
extends the application of existing theoretical perspectives to a developing-country context. Thus, the study
contributes to a more comprehensive understanding of the mechanisms linking ET with JP. This paper's
achievement sections follow this pattern: The following section provides background information about the
banking sector in Jordan. Section two provides a comprehensive overview of the relevant literature as well as
formulates hypotheses. The model of the study is created also in Section two. Next, section three outlines the
methodology used in the study. Section four provides a comprehensive overview of data analysis and results.

Section five presents a discussion and interpretation of the study findings. Section six discusses the theoretical
implications. Section Sven presents Implications for Practice. Section Eight provides limitations and Future
Research. Ultimately, the study presents the Conclusion and findings. The research problem addressed by this
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study is the limited understanding of how electronic training influences employees’ job performance and
whether job satisfaction mediates this relationship among employees in the banking sector.

2. Literature review and hypotheses development
2.1. Theoretical background

This research is grounded in two core theories, Expectancy Theory, and Equity Theory, together to help to
explain how electronic training (e-training) influences job performance, indirectly and directly through job
satisfaction.

2.1.1. Expectancy theory

According to Expectancy Theory for Vroom [27], states that the propensity to perform a specific behavior is
contingent upon the intensity of the anticipation that such behavior would lead to a particular consequence, as
well as the desirability of that outcome to the individual [28]. Also, employees feel motivated when they trust
that their effort will result in successful performance, and that performance will lead to desired rewards or
outcomes. In this study, e-training enhances employees' belief in their ability to perform tasks well by increasing
their knowledge and skills. As a result, they are more motivated, which boosts their JS and ultimately their job
performance. Expectancy Theory helps explain how e-training strengthens employees’ belief in their own
effectiveness, leading to improved outcomes [29].

2.1.2. Equity theory

Equity Theory of Adams suggested that people evaluate the effort they put into their work and the rewards they
receive with those of others and thereafter act to make up any perceived differences [28]. It emphasizes that
employees care deeply about fairness in the workplace. When employees see that e-training opportunities are
fairly and equally provided, they tend to feel more respected as well as valued by their organization. This
perception of fairness increases job satisfaction, which then contributes to higher job performance. Equity
Theory, therefore, supports the idea that fair access to e-training leads to more satisfied and productive
employees [30].

2.2. Job performance

Job performance, defined as the specific behaviors that enable personnel to attain goals and objectives, is
fundamental to organizational success. Based on the definition given by McDaniel et al. [31], JP refers to the
power that an employee possesses to carry out their responsibilities and tasks with efficiency and effectiveness
within a designated job or assignment. JP is a metric that evaluates how well an employee or worker meets the
needs and expectations of their job [32]. Concentrate on their research on JP. Assessing the efficiency with
which employees carry out their work responsibilities, activities and evaluating their impact on JS and JP, this
subsequently aids in the attainment regarding a company's goals. The study performed by Deng et al. [33]
showed that attendance and punctuality are essential factors in job success, emphasizing consistent attendance
and timely arrival at work. Persistent absenteeism or consistently late attendance might detrimentally affect JP.
According to Kundi et al. [34], Effective communication skills, whether verbal or written, are crucial for JP.
Many studies, like those studies conducted by Alonazi [35], link emotional intelligence to JP. This comprises
clear communication, active listening, and teamwork. Problem-solving abilities are needed to identify and
resolve workplace issues. Problem-solving employees improve their JP. Many occupations demand adaptability
and learning new skills or technology. This is particularly true in fast-changing businesses. Many occupations
require the ability to work with people and create a healthy team atmosphere. According to Alhooti and Anto
[36], McDaniel et al. [31], present Time management to prioritize activities, meet deadlines, and avoid
procrastination is crucial to JP. Job success in customer-facing positions depends on meeting client expectations
and providing excellent service. Goal accomplishment is achieving or surpassing set goals, targets, or KPIs.
According to Kundi et al. [34], KPIs are often used to evaluate employee performance, particularly in sales and
other performance-driven roles. Employers evaluate employee performance via regular assessments, feedback,
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and performance appraisals. Based on Kundi, et al. [34], JP is important for career progress and success in an
organization since performance evaluations may lead to remuneration and promotion. JP also affects workplace
morale, security, and happiness.

2.3. Electronic training and job performance

Training is one of the approaches used to improve JP, among others. Training may be conducted in class, online,
or by combining both methods. Training programs enhance workers' knowledge, skills, and attitude, impacting
JP. Today’s organizations adopt ET, virtual meetings, and distant education [18]. According to WOLOR [19]
effective ET, also known as e-studying or online training, would improve activity performance and aim to
enhance people’s practical talents, hence fostering their inventiveness. The research mentioned by Sehgal and
Nanda [37] showed that ET can deeply affect JP by providing employees with the opportunity to acquire new
competences and information that is useful for their jobs. This enhanced skill set may lead to improved
operational efficiency, as staff are more qualified to fulfill their responsibilities successfully. However, many
scholars, including Meltem and Birgul [38], believe ET enables workers to access educational resources
conveniently from any location with an internet connection. Such a loosely arranged system permits workers to
engage in training without disturbing their working hours and, consequently, facilitates easy development of
their skills and JP. According to the study conducted by WOLOR [19] ET packages are designed with the
specific aim of independent and flexible education, alongside allowing a person to read the content at a
comfortable pace. Such an approach can help especially those who require some time to learn some concepts,
which results in a deeper cognition of their professional responsibilities. The reason is that, according to a study
conducted by Rukia et al. [39], it is possible to deliver the contents continuously, so that all employees get the
same training and information. Regarding the results of Sehgal and Nanda [37], consistency can contribute to
maintaining the norms and expectations of activities and result in improved overall JP within the organization.
Rukia et al. [39] stated that compared to face-to-face courses, ET is less expensive, which can save the company
as well as employees money. ET tests and quizzes indicate the understanding of workers. This could be used to
identify the areas of their need for additional training. The workers can also take the assistance of ET tools.
These can be used in jobs that involve knowledge or approach. According to the research of Sehgal and Nanda
[37], it was explained that JP is, overall, better with the help of ET. It lets organizations swiftly update training
content and adapt to changing industry standards and technology. Staying updated with industry developments
and best practices helps employees perform better. According to Wright and Cropanzano [40], ET may improve
JP if the training is effective, the organization does it, and the trainee wants to learn, according to research [36].
E-learning works best when organizations make it relevant and entertaining and encourage people to participate.
According to WOLOR [19] and Moradi et al. [40], ET improves JP. The findings of El-Saeced [41] indicated
that E-training provides a significant, direct, as well as favorable impact on perceived JP and organizational
performance. Thus, the subsequent major hypothesis is anticipated:

H;: ET has a positive impact on JP.
2.4. Job satisfaction and job performance

Perera and Weerakkody [42] argue that JS is essential for organizations to achieve their intended performance.
Hence, to guarantee optimal JP, it is important to cultivate and enhance the competencies, expertise, and
proficiency of employees, in conjunction with shared goals. According to the study of Alhyasat [16] JS and JP
are tightly intertwined but separate ideas in the domain of organizational psychology and human resources [43].
Both play crucial roles in an individual's professional life, and they possess the capacity to influence each other.
laffaldano and Muchinsky [44], said JS means that an employee is pleased, satisfied, and fulfilled with their job
or work setting. It is a personal way for people to rate how much they enjoy their jobs and different parts of
their work life. Based on Jawabri et al. [45] and Judge et al. [46], factors that affect JS include pay and benefits,
relationships with coworkers and supervisors, work-life balance, growth and development opportunities, job
security, recognition and appreciation, and organizational culture and values. Research indicates a significant
correlation between the enjoyment of exercise and performance outcomes. JS are more likely to exercise
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superior judgment. The research by Platis et al. [47] revealed a favorable connection between JS and healthcare
service performance. Multiple processes explain this relationship: Glad staff are more motivated, engaged, and
devoted to painting. This may boost effort and performance. According to WOLOR [19] JS are less likely to
quit, minimizing turnover costs and interruptions. Based on Wright and Cropanzano [40], this stability can
improve activity overall performance over time because happy, involved workers are more inclined to make an
investment in their work and make contributions to their organization. It is important to note that several
moderating factors might influence the association between process satisfaction and task performance.
According to the research of Vroom [27] and Jawabri et al. [45], activity, personality, and outside factors may
all affect this courtship. While there may be a positive association, excessive process joy does not always lead
to high process performance. According to (Meltem and Birgul [38] and Platis et al. [47], some people with
high activity performance also have high activity enjoyment due to their job fulfillment. In conclusion, a positive
link exists between JS and performance; however, this relationship is complex and affected by numerous
personal, professional, and environmental factors. According to studies by Jacobs and Solomon [48], companies
attempt to boost JS and performance to boost productivity and employee well-being. The outcome of the
research undertaken by Wulandari et al. [49] showed that JS influences JP, competency impacts JS, and
proficiency impacts JP. In another study conducted by Ariani [50], the results showed that JS is an autonomous
factor that does not have a correlation with employee performance. The findings of Li [51] indicated that
perceived organizational support directly and indirectly affects (JP) through personality features, self-efficacy,
and job satisfaction. According to research by Mumford et al. [52], officers with low to moderate baseline
resilience continued to show substantial associations, whereas the correlation between JS as well as performance
diminished for law enforcement with high resilience. This hypothesis is derived from the study presented:

Ha: JS has a positive impact on JP.

2.5. Electronic training and job satisfaction

The study by Hameed et al. [53] revealed a meaningful and favorable association between training and both
worker productivity and JS. According to WOLOR [19] and Sehgal and Nanda [37], when done well, e-learning,
or online training, may boost JS. ET may affect JS in different ways: ET provides workers with new job-related
skills, information, and competencies. When employees feel they are continually learning and improving, JS
increases. Furthermore, WOLOR [19], Aityassine et al. [54] noted that remote learning permits workers to
engage with training resources at their own speed and from various places. This flexibility may reduce the stress
of in-person training, improving JS. Training modules may be completed at a reasonable speed and are often
self-paced [35]. The study Contributed by Aityassine et al. [54], JS may be enhanced due to autonomy, since it
gives them more influence over their learning experience. According to Vroom [27], ET may be cheaper than
conventional training, saving organizations money.

Many studies, like Raspopovic and Jankulovic [55], believe that interactive e-learning modules may challenge
and engage learners, improving information retention. When they think they understand their obligations,
workers may be happier. The research by Parikh and Pirani [56] identified essential aspects affecting JS via the
implementation of sustainable training methods. Based on ahmad et al. [32] employees who get electronic
instruction may also progress professionally. A clear route for development and progress within the organization
may boost JS. According to Vroom [27], ET may help employees work faster and feel more accomplished.
Increased JS and performance are often linked. According to Sehgal and Nanda [37], online learning systems
commonly include evaluation and feedback. Meaningful performance and progress feedback may boost work
satisfaction and motivation. E-learning helps people balance work and life, which boosts JS. This lowers travel
and training time and lets workers pick when and where to study. However, the quality of the training,
organizational support, and motivation determine whether ET improves JS. According to Raspopovic and
Jankulovic [55], learners. Employees may lose interpersonal bonds throughout conventional human and non-
human interaction training. If you value face-to-face training, ET may lower work satisfaction. According to
Alhooti and Anto [36], organizations should ensure that ET is essential, involved, and supported, and encourage
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personnel to offer feedback and be active learners to maximize its benefits to JS. The following hypotheses are
suggested:

H;: ET has a positive impact on job satisfaction.
2.6. Job satisfaction as a mediator between electronic training and job performance

The study carried out by Khan et al. [57] showed that HR-related activities, including training, have a direct and
substantial influence on workers' JP. This impact is achieved by cultivating employee ease. The study is
estimated to have enhanced the current comprehension of how JS impacts the correlation between ET and JP.
Abbas et al. [58] handled the findings and showed a positive as well as transparent relationship between ET and
JP. Additionally, the influence of the relationship between training as well as employee performance is
significant in relation to the influence of JS. According to the findings of the study conducted by Alshery et al.
[59], the meaning of the positive effects of JS as well as training on employee performance is considerable. In
the study by Hameed et al. [53]; and Qawasmeh, et al. [60], it is suggested that training as well as employee
performance were strongly and positively related. Nyathi and Kekwaletswe [61], discovered that the e-training
had a favorable correlation with the results of employees. The correlation between e-training as well as
organizational performance has employee performance and JS as mediators. The following hypotheses are
proposed:

Ha: JS mediates the relationship between ET and JP.

The conceptual model for the present study was developed after a thorough examination of current and past
literature. This research targets to address research gaps by updating past studies and making new contributions
to existing knowledge. Specifically, it focuses on the association between ET, JS, and JP at the banking industry
in Jordan. Additionally, ensure that the ET is focused on JS. The scarcity of literature on this combination of
factors was evident throughout the evaluation of earlier research in this sector. Therefore, this study has used
ET, JS, and JP as the main variables in the conceptual framework as shown in Figure 1.

Job
satisfaction

H3 s

E-training H1

performance

Figure 1. Research model
3. Research method
3.1. Data collection and sampling

This research utilized a cross-sectional questionnaire as the quantitative approach to gather data and analyze the
correlation between ET, JS, and JP efficacy and practices in the banking industry of Jordan. The methodology
of the research aims to coordinate the gathering and analysis of data to effectively answer research inquiries.
Data from workers at banking firms was collected using a straightforward method known as simple random
sampling. In this paper, the structural equation model (SEM) is used through the AMOS method to test the
hypothesis. AMOS has large-scale applications in Structural Equation Modeling (SEM), which is used in the
analysis of measurement models (CFA) as well as structural models simultaneously [62]. It is superior to
traditional regression in that it analyzes indirect, direct alongside aggregate impacts of variables. Moreover,
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AMOS is best suited to gauge the reliability and validity of constructs as well as ensure that the measurement
model is suitable to represent the theoretical framework [63]. AMOS provides a very large number of model fit
indices (for example, TLI, CFI, Chi-square, RMSEA), which are vital in assessing the data’s model fit. Based
on a target population of approximately 3,900 male and female employees in the Jordanian banking sector, a
simple random sampling technique was employed to select the study sample. Accordingly, a simple random
sampling technique was employed to select the study participants. The sampling frame consisted of eligible
male and female employees working in the Jordanian banking sector. Each eligible employee was assigned a
unique identification number, and the required sample was selected using a computer-generated random number
procedure. This ensured that each employee in the sampling frame had an equal and independent probability of
being selected, thereby minimising researcher selection bias. Based on the target population of approximately
3,900 employees, 350 employees were selected to participate in the study, 350 questionnaires were distributed
to banking companies’ employees in Jordan during this study. The number of questionnaires returned was 330,
thereby representing 94% of the questionnaires issued. Out of these, 320 questionnaires were selected for the
analysis, indicating a percentage of 96.96%. In addition, the number of questionnaires that were returned and
deemed acceptable was 320, above the 200-threshold stated by Hair et al. [64]. The minimal adequate sample
size for structural equation modelling in AMOS.

3.2. Measurements and instrument

The questionnaire questions were derived using the existing measuring tools and literature review findings.
Upon the release of the first collection of items, an assessment of reliability and validity was conducted via a
pilot test. Pilot research is important because it enables us to eliminate unnecessary questions from the
questionnaire [65]. The questionnaire has three sections: the cover page, which includes contact information;
the respondents' personal information; and the items related to ET, JS, and JP. The focus of this research is on
the workers of banking firms in Jordan, where the predominant language spoken is Arabic. The questionnaire
was initially developed in English and later translated into Arabic to facilitate comprehension among workers.
In addition, Sousa & Rojjanasrirat [66], suggested the use of consecutive translation algorithms. The
questionnaire items were assessed using a five-point Likert scale, ranging from strong disagreement to strong
agreement. Three main variables will be used in this research, including JS, ET, as well as the dependent
variable, JP. This study examines three main variables: electronic training (ET) as the independent variable,
job satisfaction (JS) as the mediating variable, and job performance (JP) as the dependent variable. These
variables are incorporated into the conceptual framework, research hypotheses, measurement instrument, and
subsequent data analysis. The ET content is based on the work of Kamal et al. [18]. The notion of JS is based
on the studies of Asghar and Oino [67]. The aspects of JP are based on Pakurar et al. [68]. Appendix A contains
the questionnaire items.

4. Data analysis and results
4.1. Respondents’ profile

The research sample included 320 employees of various Jordanian banks. In terms of gender distribution, more
than half of the respondents (60%) were males and the other (40%) were females. The age range of the largest
respondent group (45%) was between 30 and 40 years, and 30 to 25 years. A substantial majority (70%)
possessed a bachelor’s degree, 20% held a master’s degree, while the other 10% had alternative academic or
professional qualifications. Regarding job experience, participants reported varying service durations, with 50%
indicating 5 to 10 years of experience, while the remaining was spread among different experience categories
spanning from 1 year to more than 10 years. This demographic distribution offers a varied and representative
basis for examining the influence of (ET) on (JP) via (JS).

4.2. Measurement model

In this study, the SEM was employed to evaluate the measurement as well as structural models. The
measurement model illustrates the correlation between the items. The structural model dwells on the relationship
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between the unobserved variables, coupled with testing the hypotheses of the study. AMOS was used as a
calculative tool to quantify as well as structure the SEM model. The acceptable factor loading of the exploratory
factor should be more than 0.50 [68], [63], [69], [64]. A CFA analysis with AMOS demonstrated that the three
variables (JS, ET, as well as JP) fit after the deleted items (JP2, JP7, JP8, and ET5) because their factor loadings
are less than 0.50, as suggested by Hair et al [64]. In turn, the findings are believed to be appropriate when it
comes to the implementation of the measurement model [64]. In addition, Cronbach’s alpha, composite
reliability, as well as mean variance were calculated using reliability testing. As shown in Table 1, the findings
show that the alpha of Cronbach lies between the ranges of 0.860 and 0.901 which is above the accepted alpha
of 0.70. Moreover, the composite reliability (CR) test that was performed through AMOS produced results of
between 0.845 and 0.896, which are also above the established standard of 0.70. Furthermore, the Average
Variance Extracted (AVE) test conducted using AMOS produced results ranging from 0.508 to 0.555, which
exceeded the accepted threshold of 0.50. Hence, the outcomes are deemed suitable for the subsequent round of
examination.

Table 1. Cronbach-Alpha, AVE, and CR
Composite Reliability Average Variance Extracted

Cronbach's Alpha (CR) (AVE) Number of Items
IS 0.860 0.896 0.555 7
ET 0.895 0.857 0.508
JP 0.901 0.845 0.522 5

Notes: (a) AVE=YA?/n A= Standardized Factor Loading

n = Number of Items in a Model, (b) CR = (3k)?/[(3k)?>+ (3.1-k?)}; k? = factor Loading of every Item

The measurement model was estimated via AMOS software, and the outcome is shown in Figure 2. The figure
illustrates that the measurement model aligns with the established criterion for loading factors for all items,
exceeding 0.50. The average chi-square (CIMN) is 2.038, with 127 degrees of freedom (DF). The model fit
indices showed a goodness-of-fit index (GFI) of 0.901, a Tucker-Lewis index (TLI) of 0.943, a comparative fit
index (CFI) of 0.953, and a root mean square error of approximation (RMSEA) of 0.062. Discriminant validity
was subsequently assessed, with the findings summarized in Table 2.

83

9 €3 €2 e €9

45 .48 52 54
[ us7 || use || us5 || Jsa |[ Js3 || Js2 || Js1
B 69 72 74 84 89 63
72 57
@ e
@ [\
SN o8 €1
(3 3
= 68 JP4
@ Z_—J T e N e
@ Ja— s =)
ET5 :
50 JP6 €20
26
(D ET7

Figure 2. Measurement model

Similarly, discriminant validity was examined to ensure that the measurement items of each construct are
distinct from those of the other constructs. The Fornell-Larcker criterion was applied to conduct the test.
Evidence of confirmation was obtained when the square root of each construct’s Average Variance Extracted
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(AVE) was greater than its correlations with other constructs [70]. Table 3 indicates that the discriminant
validity findings range from 0.509 to 0.745, all of which fall within the approved range of 0.20 to 0.90.
Consequently, these results meet the criteria for acceptance and may proceed to the next stage of research.
Assessing the normality of the data is a crucial requirement for using SEM analysis with AMOS. The normality
test indicated that the Skewness values varied from -0.138 to -0.907, which is within the acceptable range of
+2. The kurtosis varies from -0.712 to 1.145, which is within the appropriate range of + 3. Hence, the data
follows a normal distribution. The structural equation modeling (SEM) aligns with the measurement model for
the specified analysis stage.

Table 2. Discriminant validity

JS ET JP
JS 0.745
ET 0.718 0.713
JP 0.674 0.509 0.722

4.3. Structural model

The last phase in the analytical process is the estimation of the structural model. Figure 3 demonstrates that the
measurement model is in accordance with the recognized value of factor loading for all items (above 0.50), with
a relative chi-square (CIMN) of 2.032, DF (degrees of freedom) = 128, GFI (Goodness of Fit Index) = 0.907,
CFI (Comparative Fit Index) = 0.952, TLI (Tucker-Lewis Index) = 0.943, and RMSEA (Root Mean Square
Error of Approximation) = 0.061. The coefficient of determination (R?) was 0.693, indicating that 69.3% of the
staffing strategy can be attributed to ET, while the remaining 30.7% may be attributed to other variables not
included in this research. The primary goal of this research is to ascertain the hypotheses outlined in Table 3.
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Figure 3. Structural model

The findings from Table 3 illustrate that all hypotheses have been validated, with a P-value of 0.001. The initial
hypothesis asserts that ET influences JP inside the banking sector in Jordan. A beta coefficient of 0.587
alongside a p-value of 0.001 substantiates the hypothesis. Hypothesis 2 asserts that JS influences JP within the
banking sector in Jordan. The hypothesis is deemed valid with a beta coefficient of 0.349 alongside a p-value
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of 0.001. Hypothesis three posits that there is an effect of ET on JS inside the banking industry in Jordan. The
hypothesis is accepted with a beta of 0.547 alongside a p-value of 0.001.

Table 3. Results of hypotheses

Hypotheses Beta Estimate S.E. CR. P

Hl: ET —» JP 0.587 0.625 0.105 5.940 0.001
H2: JS —» JP 0.349 0.404 0.081 5.014 0.001
H3 ET —>» JS 0.547 0.766 0.125 6.151 0.001

4.4. Mediating effect

This study adopted the formula proposed by Preacher and Hayes (2008) for testing the JS mediating effect
between JP as well as ET. To evaluate the mediating impact, an analysis was undertaken that measured the
direct effect without mediation. The outcomes of this examination are evident in Figure 3. Additionally, Table
4 presents a summary of the findings for mediating, as seen in Figures 3. The direct effect without mediation in
table (6) is 0.632, with a significant p-value of 0.001. When considering the mediating effect, the value decreases
to 0.587 but remains substantial with a p-value of 0.001. Therefore, there exists a partial mediating effect of JS
on the correlation between ET and JP.

Table 4. The Mediating Effect of JS on the Relationship between ET and JP

DV=Job Performance (JP) Independent variables (IV)
M = Job Satisfaction (JS) Electronic Training (ET)
Total Effect of IV on DV without M 0. 63274
withou
(0.001)
) ) 0.587***
Direct Effect of IV on DV with M (0.001)
0.547**%*
Effect of I M
ect of IV on (0.001)
0.349%**
Effect of M on DV
ect of M on (0.001)
Indirect Effect of IV on DV through M 0.193%%
ndirect Effect o on rou
& (0.001)
Mediation Effect Yes
Degree of Mediation Partial
Hypothesis Result Supported(Hs)

Notes: * = Sig. at p <0.05; ** = Sig. at p <0.01; *** = Sig. at p <0.001, (two-tailed)

5. Discussion

This study emphasizes examining the influence of ET on JP. It also aimed to test if JS has any mediating effect
on the relationship between them. The findings showed that ET positively affects JP. The studies performed by
WOLOR [19] and Alhooti et al. [36], provide evidence that ET improves work performance. Furthermore, it
also verifies that ET has a distinct correlation with work performance [37]. Prior studies have shown that ET
has a significant as well as beneficial impact on enhancing work performance [40], ET is crucial and impactful
for the success of all global organizations. In addition, it also ensures that the content is delivered continually,
so all workers receive similar information as well as training tools. Sehgal and Nanda [37] reported that
consistency can assist in upholding consistent norms and expectations of activity and will enhance JP within
the organization. Such an approach is especially beneficial to individuals who require additional time to
understand some concepts and consequently develop a deeper comprehension of their professional tasks, as
described by Rukia et al. [39].
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The findings also favored the existence of a positive influence of JS on JP. Platis et al. [47] and Iaffaldano and
Muchinsky [44], found that organizational psychology as well as human resources are two distinct concepts that
are closely related in previous studies. These two factors are crucial in the professional life of any individual
and can influence one another. Additionally, it is also worth noting that there is a positive relationship between
JS as well as JP. Yet, it is important to realize that this connection is complex and may be affected by several
personal, work-related, alongside environmental factors, which various studies have underscored and fortified,
including Jacobs et al. [48]. This serves to support the findings of this hypothesis as compared to other studies.

In addition, the results confirmed that ET has a positive influence on JS. Research by WOLOR [19] also revealed
that ET made useful proposals to organizations to enhance JS. Moreover, Aityassine et al. [54], found that ET
is one of the most notable contributors to the enhancement of JS. The hypothesis testing process shows that ET
affects work satisfaction significantly. Therefore, it can be concluded that employee satisfaction is increased by
the existence of effective ET among workers [27]. Further studies have revealed the effectiveness of ET in
increasing work satisfaction, as evidenced by Raspopovic and Jankulovic [55]. Moreover, the results are
consistent with the study Sehgal and Nanda [37], who examined the advantages of ET in the context of
occupations that require specialized skills and knowledge. The researchers emphasized that ET could have a
positive effect on the overall work performance and can offer employees the possibility to develop new skills.

Lastly, the results showed that JS mediates between ET and JP. In particular, the non-mediated effect of 0.632
with a P-value of 0.001 was shown. Regarding the mediating effect, the value becomes lower at 0.587 and has
a significant P-value of 0.001. Therefore, it can be concluded that there is a partial mediating effect of JS on the
association between JS as well as JP. The partial effect refers to the direct effect of ET on JP, even when JS
serves as a mediator in their interaction. In this case, the influence of ET on JP is enhanced by JS. Thus,
hypothesis number four (H4) is confirmed. Earlier studies also indicated that JS and training have meaningful
positive impacts on employee performance [59], [53], [60].

6. Theoretical implications

This research examined the connection between JS, JP, and ET, with JS acting as a mediating variable. It
provides significant insights into organizational behavior and theories of human resource development. This
viewpoint endorses the notion that ET augments employees' knowledge, skills, and confidence, thereby
elevating their JS. Social exchange and motivation-hygiene theories suggest that when employees recognize
organizational investment in their growth via successful training, they experience increased satisfaction, leading
to enhanced commitment and engagement. JS, functioning as a mediating variable, elucidates the indirect
impact of ET on JP; it is not alone the acquisition of skills that enhances performance, but rather the heightened
satisfaction and drive derived from the learning process. This mediation model enhances current theories by
elucidating the psychological mechanisms connecting training and performance, underscoring the significance
of employee attitudes in the training-performance relationship. It also encourages additional investigation into
how various training modalities, individual variances, and organizational cultures influence this mediating
1mmpact.

This research contributes theoretical literature by synthesizing and implementing two existing theories—
Expectancy Theory and Equity Theory—within the framework of ET and employee performance in the banking
industry of a developing nation. Although these theories are extensively utilized in organizational behavior and
human resource management, their integrated application concerning e-training and the mediating influence of
work satisfaction is inadequately represented in the current research. This research elucidates the enhancement
of employee motivation via the anticipation of favorable results (Expectancy Theory) and examines how
perceptions of equity in training accessibility influence satisfaction and performance (Equity Theory), thereby
offering a more thorough theoretical framework connecting training to performance outcomes. This study
enhances the literature by emphasizing JS as a crucial mediating element, providing fresh insights into the
impact of digital learning initiatives on employee outcomes. This research enhances existing theoretical
frameworks by demonstrating that the efficacy of e-training is influenced not only by technical skills but also
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by psychological and motivational factors, contingent upon employees' perceptions of their value and equity.
This is specifically vital in the inadequately studied context of Jordanian banks, in which digital transformation
is in progress but not yet fully developed.

7. Implications for practice

This study suggests that banking sector managers should prioritize fostering a supportive work environment
that promotes JS through recognition, effective communication, career growth opportunities, and equitable
compensation. Enhanced JS results in heightened motivation, less turnover, and improved customer service.
Moreover, managers must acknowledge the clear correlation between JS and JP—engaged and content
employees are more inclined to achieve performance objectives and contribute to organizational aims.
Implementing efficient ET programs is crucial in the rapidly growing banking sector, where digital literacy and
compliance mandates are ever shifting. Managers must guarantee that ET is engaging, accessible, and
customized to diverse learning types to enhance staff competencies. Continuous assessment and feedback
systems must be incorporated into training to evaluate impact and inform enhancement. By synchronizing JS
initiatives with performance objectives and utilizing technology for training, managers can cultivate a high-
performing, adaptive, and content staff.

8. Limitations and future research

There are many constraints in this research that need attention. Initially, the data collection in the Jordan banking
sector was limited to a quantitative method, with no consideration for any qualitative assessment. Therefore,
future studies can rely on interviews or focus groups for data collection. Furthermore, the questionnaire was
modified from prior studies to align with the study's aims. Consequently, no novel ideas were generated during
this investigation. A second constraint is that the data was only gathered from the Jordan banking sector,
therefore failing to include other industrial sectors in Jordan, no other nations were included for comparison.
Therefore, it is recommended to do more study by addressing the shortcomings. An additional limitation
concerns the cross-sectional design of the study, as data were collected at a single point in time. Consequently,
the findings may not fully capture changes in the relationships among ET, JS, and JP over time, and causal
relationships should therefore be interpreted with caution. Moreover, since the data were collected through a
self-administered questionnaire from a single source, the possibility of common method bias cannot be
completely excluded. Future studies could address these limitations by adopting longitudinal designs and
collecting data from multiple sources, such as employees and supervisors, or by combining self-reported
measures with objective indicators of job performance. Future studies could extend the current research model
by examining additional mediating or moderating variables, such as employee engagement, organizational
commitment, perceived organizational support, digital competence, and organizational culture, to provide a
more comprehensive understanding of the mechanisms through which electronic training influences job
satisfaction and job performance. Future studies could also examine the proposed relationships across different
organizational and cultural contexts to determine whether the findings are consistent across sectors and
countries. In addition, comparative studies between public and private organizations could provide further
insights into how organizational characteristics influence the effectiveness of electronic training. Finally, future
researchers could investigate emerging forms of digital and Al-supported training and their potential effects on
employee attitudes and performance, thereby extending the current understanding of technology-enabled
learning in organizations.

9. Conclusion

The primary goal of the current research is to evaluate the influence of ET on JS as well as JP within the Jordan
banking sector. The hypotheses of the research were examined and tested using structural equation modeling
(SEM). The findings validate the support for all four primary research hypotheses. The research outcomes
validated the importance of the study framework, whereby the ET model and JS model together explain 69% of
JP. The primary theoretical contribution is in the provision and validation of a methodology for assessing the

396



HSD Vol. 8, No. 2, 2026, pp.385- 402

impact of ET and JS on JP. The results demonstrate the significant impact of ET and JS on predicting JP in the
Jordan banking sector, ultimately leading to improved JP. The outcomes are advantageous for both the Jordanian
banking sector and the broader Jordanian industrial sector. From a theoretical perspective, this study contributes
to the existing literature by providing an integrated explanation of the relationships between ET, JS, and JP. The
findings extend previous research by demonstrating the importance of JS as a mediating mechanism linking ET
to JP. The study also extends the application of these relationships to the Jordanian banking sector, providing
empirical evidence from a developing-country context. Accordingly, the findings strengthen the theoretical
understanding of how technology-enabled training may influence employee outcomes and highlight the
importance of considering both direct and indirect mechanisms when examining the relationship between ET
and JP.
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Appendix A: Measurement [tems of Constructs

“Necessary communication services with high quality,

ET1 such as Internet, are available at the banking”.
“here are virtual training halls at the banking to
ET2 sim}llgte live or recorded lectures to the audience on E-
Training
Portal”.
“The content of the training courses are prepared for
ET3 trainees through the identification of the respective
E-Training training nqeds”. _
(ET) “As a trainee, I feel that trainers have competent Kamal et al.(2016)

ET4 knowledge in Managing the e-learning and managing
the e-content”.
“The skill of managing trainees’ database by trainers is

ET5 . v
satisfactory”.
ET6 “Trainers are competent in planning and managing E-
Training”.
“Trainers use interactive platform with trainees in the
ET7 .
banking”.
ET8 “Trainers use visual electronic applications”.
JS1 “Considering everything, I am satisfied with my job”.
1S2 “I am happy with the opportunity to get a better job in
this company”.
1S3 “I am happy to recommend job to my friends or
family”.
“I am satisfied with the health information provided by
IS4 the Alhyasat, (2023),
. . Organization”. Asghar, & Oino,
Job Satisfaction “I am satisfied with the safety equipment provided by (2017).
()
JS5 the
Company”.
“I am satisfied with the treatment provided to an
JS6 injured
Employee”.
1S7 “I am satisfied with the audits and inspection
conducted on health at the workplace”.
JS8 “Considering everything, I am satisfied with my job”.
JP1 “Most customers are satisfied with our products”.
“The organization is keen to produce excellent
JP2 . . -
products in order to guarantee customers’ satisfaction”.
“The organization is keen on building a positive image
JP3 . : . »
in the minds of its customers”.
Job IP3 Qual}ty §k1}}s and competences are available in our
Performance organization . . C
(IP) JP4 “The level of wastage in the organization is low”. Pakurar, et al. (2019).
JP5 “We have excellent on time delivery performance”.
“The organization's profits have consistently increased
JP6 »
over the last three years”.
“In our organization, financial resources are managed
JP7 S
effectively”.
P8 “The organization is always able to meet its financial
goals”.
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